We hypothesized that being promoted to a supervisory position leads to a reduction in subsequent absence spells and time lost in absences, and that the higher the supervisory level, the more pronounced its negative effect on subsequent absence behaviour. We tested our hypotheses by analysing the government records of 51,974 school teachers in the years 2000 and 2001. Controlling for potential confounding variables, we found that relative to rank-and-file teachers, the higher the level of the supervisory position that a teacher was promoted to, the more pronounced the year-to-year decline in either absence spells or time lost in absences. As hypothesized, for most of the supervisory positions examined, the size of their effect on absence behaviours was lower for veterans than for the newly appointed.
We hypothesized that being promoted to a supervisory position leads to a reduction in subsequent absence spells and time lost in absences, and that the higher the supervisory level, the more pronounced its negative effect on subsequent absence behaviour. We tested our hypotheses by analysing the government records of 51,974 school teachers in the years 2000 and 2001. Controlling for potential confounding variables, we found that relative to rank-and-file teachers, the higher the level of the supervisory position that a teacher was promoted to, the more pronounced the year-to-year decline in either absence spells or time lost in absences. As hypothesized, for most of the supervisory positions examined, the size of their effect on absence behaviours was lower for veterans than for the newly appointed.
Absence behaviours continue to attract the attention of researchers (e.g. Steel, 2003) in part due to their potentially adverse consequences for organizations and individual employees. A recent meta-analysis (Viswesvaran, 2002) found that absenteeism correlated 2 .21 with organizational records of productivity and 2 .54 with supervisory ratings of performance, indicating that frequently absent employees tend to be poor performers. A strong association has repeatedly been shown between absences, including sickness absences, as recorded by the employer, and various measures of illhealth (cf. Ferrie et al., 2005) . In addition to the associations of absence behaviour with low job performance and workers' ill-health, it is also likely to have a negative impact on the colleagues of absent employees who are expected to substitute for them (Martocchio, 1994) and, as a result, are likely to experience overload and other job-related stresses that may have a negative impact on their health. From a broader perspective, absenteeism is viewed as a component of the withdrawal syndrome, which also includes lateness, intent to leave and voluntary turnover (Hulin, 1991; Johns, 2003) .
homogenizes the occupational and organizational context under study making for a cross-school similarity in the meaning of organizational layers.
Hypotheses
We have used as our criteria two facets of absence behaviour, spells (or frequency) and time lost in absenteeism, since past reviews considered them as the key facets of the phenomenon under study (Atkin & Goodman, 1984; Rhodes & Steers, 1990) . Past research has shown that time lost in absences reflect involuntary or sickness-related absence behaviour (Hackett & Guion, 1985) , while spells of absenteeism was noted to be more sensitive to work-related characteristics such as level of job stress (Johns, 2003) . Consequently, and following the pattern found in past absenteeism research that measured both (e.g. Johns, 1997) , we hypothesize that job related characteristics will more powerfully explain spells rather than time lost in absences (Hypothesis 1).
We expected to find a negative relationship between position level and absenteeism. The higher the supervisory level, the more relevant one's responsibilities and job duties to the daily functioning of the organization and the more difficult it is to fill in for the absentee supervisor. These factors increase the likelihood of supervisors being more likely than rank-and-file employees to attend work rather than engage in absenteeism (Rosse & Miller, 1984) . Several studies have found that the higher the managerial level, the higher the amount of time spent at work (cf. Blau, 1986) . Differences in hierarchical levels are associated with differences in organizational power, pay, social status and job design facets such as autonomy and variety (cf. MacEachron, 1977) , which, in a longitudinal study, were found to be durable predictors of reduced absence behaviour (Rentsch & Steel, 1998) . In the teaching profession, teachers can make their jobs more meaningful, varied and autonomous by assuming supervisory positions (Rosenblatt & Inbal, 1999) . Relevant evidence (Rosenblatt, 2001) indicates that teachers occupying even the quasi-supervisory positions of homeroom teachers and coordinators report higher skill variety and autonomy, job characteristics found to be among the best predictors of lower levels of absence behaviour in a meta-analytic study (Fried & Ferris, 1987) .
We could not identify any prior study that has investigated the effect of holding quasisupervisory positions such as group leaders, analogous to coordinators and homeroom teachers in the current study, on absence behaviour. Only two studies have directly tested the association of holding a managerial position with absences. Dilts, Deitsch, and Paul (1985) supported the decrease in absences hypothesis. However, Cooper and Bramwell (1992) found that absence spells among managers significantly exceeded those of shop floor employees while the reverse was true for the number of incapacity days in sickness absence. Thus, past research has been inconclusive with regard to the influence of holding a managerial position on absence behaviour, and Cooper and Bramwell's (1992) findings support the need to examine the facets of absence behaviour considered in the current study. The inconsistent findings of the two past studies may be in part due to the relatively small sample size, their cross-sectional design and their limited coverage of supervisory personnel. Therefore, the current study was designed thus to attend to the limitations of past research, including by implementing a longitudinal design in which we investigated the effects of school positions on year-toyear changes in absence spells and time lost in absences. We hypothesized that relative to rank-and-file employees, the higher the employee's supervisory position, the more pronounced its effect on spells of absences and on time lost in absences (Hypothesis 2).
We assume that being promoted to a supervisory position is likely to be an event reducing one's susceptibility to absence behaviour (cf. Johns, 1997) . Promotions have been studied quite extensively with regard to turnover, another form of employee withdrawal (Beehr & Gupta, 1978; Hulin, 1991) . Most studies found negative effects of promotions on indicators of turnover (e.g. Francesko, 2001; Johnston, Griffeth, Burton, & Carson, 1993; Spurr & Sueyoshi, 1994) . We could not identify any prior study that has investigated the effect of being promoted to quasi-supervisory positions, such as homeroom teachers and coordinators in this study, on absence behaviour. Lam and Schubroeck (2000) found that promotion to a managerial position decreased absence behaviour among those promoted, but Schwarzwald and his colleagues (Schwarzwald, Koslowsky, & Shalit, 1992) found that promotees did not exhibit reduced absenteeism. Since the Lam and Schaubroeck study involved a much larger sample of promotees and followed their absence behaviour over a period of 18 months, we expected a decrease in absence behaviour, again reflecting year-to-year changes in absence spells and days lost in absences, among the promotees in our study. We hypothesized that relative to rankand-file employees, the higher the supervisory position one is promoted to, the more pronounced the effect of the position on spells of absences and time lost in absences (Hypothesis 3).
For newly appointed supervisory personnel, the first year in the new position is quite critical to their success (Berlew & Hall, 1966, p. 222) . In line with most models of organizational socialization, it is the time for acquiring knowledge and information about the new job and its organizational environment (cf. Taormina, 1997) . Therefore, promotees need more time on the job to engage in organizational and role-related learning. In addition, those newly appointed to supervisory positions may find that during the first year on the new job, they need to engage in the political process of gaining the support of relevant others, neutralizing opposition and building a base of influence with respect to subordinates and superiors (Izraeli, 1977) . These activities also demand more time on the new job. For promotees, the types of stress characteristic of the first year following one's promotion may be reduced by investing more time in building relationships with significant others and acquiring relevant job and organizational knowledge. Therefore, we expect promotions to be followed by presenteeism, that is going to work in spite of feeling that a sick day could be more appropriate (Aronsson, Gustafsson, & Dallner, 2000) , whereas for veterans in each supervisory position, these presenteeism factors are no longer operative. We argue that veterans in each of the supervisory positions considered have already 'settled in' or acquired the required job knowledge and built a base of others' support. Following this rationale, and again in reference to year-to-year changes in absence spells and days lost in absences, we hypothesized that relative to rank-and-file employees, and for each of the supervisory positions considered, the effect of recent promotions would exceed the effect of being veterans on spells of absences and time lost in absences (Hypothesis 4).
Control variables
We controlled for several well-known predictors of absence behaviour for two reasons. Firstly, to allow us to study the effects of supervisory positions on absence behaviour net of the effects of the control variables. Secondly, several of these control variables are confounded with supervisory positions, such as teachers occupying the higher supervisory positions tend to be older, more educated and with higher seniority. Considerable evidence supports the generalization that absence behaviour has a dispositional basis. Considering the fact that sickness absences amount to about twothirds of all absences (Bowers, 2001) , it is reasonable to expect illness proneness to be an explanatory factor of absence behaviour (Rhodes & Steers, 1990) . The evidence for the stability of absence behaviour over time and across situations is fairly well established (Harrison & Martocchio, 1998; Johns, 2003) . Farrell and Stamm's (1988) meta-analysis found that absence history was correlated .65 with current absence spells and .71 with time lost. Consistency over time in absence behaviour probably represents personality factors, a view supported by a recent meta-analysis that summarized research on pre-employment integrity tests and absence behaviour (Ones, Viswesvaran, & Schmidt, 2003) . In this study, we used past records of absence behaviour as a proxy variable gauging inability to attend and predisposition to be absent (Rhodes & Steers, 1990) and controlled for it in the analysis. We also controlled for objective workload, as represented by the percentage of a full-time teaching position (representing part-time and also more than full-time positions), weekly work-days and total work hours per year (cf. Dwyer & Ganster, 1991) . It seems reasonable to expect that employees who work more than a full-time position, longer hours and more weekly work-days might be absent more because there are more potential hours and weekly work-days to be absent from (Judge, Martocchio, & Thoresen, 1997) . In an effort to control for any significant change that may have occurred in workload between the two study years, we included objective workload values for both years in the analyses. Since certain demographic variables -namely, gender, age and educational level -are considered likely to affect employees' absence behaviour primarily through employees' motivation and ability to attend (Brooke, 1986) , we controlled for their effects as well. Seniority, a major determinant of teachers' salaries, was also controlled for. In sum, in testing our hypotheses, we systematically controlled for key demographic (gender, age, education) and occupational (seniority, workload) variables, as well as the previous year absenteeism records.
Methods

Data and sample
Participants were all teachers employed in public schools, including both elementary and middle-level schools, whose monthly salary was paid by the government. The same contractual obligations, job rules and attendance procedures applied to all participants, including school principals and vice principals. Data on these teachers, including sociodemographic characteristics, job features and absence records for the 2000-2001 (referred to as 2000) and 2001-2002 (referred to as 2001) school years were made available to the researchers, without any personally identifying information, by the Israeli Ministry of Education. All teachers working more than one third of a job in teaching, and who had worked for more than 6 months in each of the 2 school years, were included in the analysis. 1 We excluded teachers who worked in schools located in the Jewish settlements in the West Bank and Gaza Strip, where security conditions during the study period were very likely to cause absenteeism. We also excluded teachers employed in small schools (employing five teachers or less). To prevent outliers from distorting the results of the regression analyses (Fox, 1990; Tukey, 1977) , and to reduce the possible effect of regression to the mean (Taris, 2000) , teachers with extremely high spells or duration of absenteeism (more than 23 absenteeism incidents per year, or more than 90 absence days per year) were excluded from the sample. For either school year under study, these outliers were less than 0.001% of the sample size. The reported results pertain only to teachers employed in both school years, with N ¼ 51; 974.
Measures
We defined absence spells as the number of episodes of absence during a school year, regardless of their length. Spells interrupted by a weekend, holiday or a free day were counted as one occurrence. Days lost is the total length of time an individual has been absent during a school year, regardless of the number of absence spells. Absences that were recorded as due to maternity leave, military reserve duty and strikes declared by a teachers' union were omitted, since these are normally highly involuntary reasons for absenteeism. As each of these involuntary reasons for being absent accounted for less than 1% of absence spells or days lost in either of the school years, the loss of absence data due to omitting these types of absences was minimal. We included both excused absences due to certified sick leaves that resulted in no loss of pay (in both years, about 90% of the total number of spells and 89% of days lost in absences) and unexcused absences.
Socio-demographic control variables included gender (1 ¼ female, 0 ¼ male), age, education (1 ¼ having an academic degree, 0 ¼ not having an academic degree) and seniority. Three somewhat different indicators of objective workload, reflecting opportunities to be absent, were used as control variables: the percentage of a full-time teaching position, abbreviated as job percentage, number of weekly working days and number of yearly working hours. We also used seniority in teaching, a major determinant of teachers' salaries, as a control variable. Supervisory positions were all dummy variables coded as follows: principal (1 ¼ yes, 0 ¼ no), vice principal (1 ¼ yes, 0 ¼ no), class or subject-area coordinator (1 ¼ yes, 0 ¼ no) and homeroom teacher (1 ¼ yes, 0 ¼ no). The same set of dummy variables was used for those newly promoted in the 2001 school year to one of these supervisory positions. For both sets of dummy variables, the one representing veterans in the positions and the other representing those newly promoted to the positions, the comparison group was rankand-file teachers.
Analyses
To provide protection against inflation of significance level by repeated testing, we used a Bonferroni-type adjustment of the alpha level relative to the total number of tests conducted for each of the criteria, consistently setting the alpha level at .001 in the reported analyses. During the study period, less than 9% of the teachers had a perfect attendance record; that is, zero recorded spells and days lost in absenteeism. Therefore, we used ordinary least squares (OLS) regressions for testing our hypotheses based on the argument that for each school year considered, the criteria gauged teachers' propensity to be absent. Empirically, we found that skewness and kurtosis values were as follows: 1.68, 5.20 for spells of absences in each of the 2 school years; and 2.61, 11.58 and 2.74, 12.26 for days lost in the 2000 and 2001 school years, respectively. These skewness and kurtosis values are in the same range as those reported in the Hammer and Landau (1981) study. Although a major problem with non-normal data is that the standard errors will only be asymptotically valid, as West, Finch, and Curran (1995) noted, this is likely to occur with severely non-normal data in which skewness is above 3.00 and kurtosis above 21. In OLS regression, the assumption regarding normality is not about the dependent variable per se, but about the normal or at least symmetrical distribution of the residuals; for both criteria in this study, the residuals were fairly symmetrically distributed. Therefore, no transformation of our criteria was implemented.
For each criterion, we specified an OLS regression equation predicting its 2001 value using the full-panel approach for estimating variables over two waves of data. The results of the full-panel approach provide closer links to the so-called causal models than other approaches, including using residualized or simple change scores (cf. Bijeveld & der Kamp, 1998, p. 40) . We used a t test for testing the significance of the hypothesized difference between each pair of unstandardized regression coefficients based on the formula for dummy variables provided in Cohen, Cohen, West, and Aiken (2003, p. 315) .
Absence behaviour represents a type of count data since it is characterized by the number of events or days that occur in a particular time period. Cohen et al. (2003, pp. 525-532) recommend using Poisson regression for count data, a recommendation implemented in several recent studies of absence behaviour (Melchior, Niedhammer, Berkman, & Goldberg, 2003; Nielsen et al., 2004) . Therefore, for cross-method validation, we have analysed our data set using Poisson regression, and we present the results in the next section. When OLS is applied to count data, the standard errors may be underestimated, thus leading to overestimated significance of the individual regression coefficients (Cohen et al., 2003, p. 525) . However, when we compared the standard errors of our OLS run with their Poisson regression counterparts, we found that the former systematically exceed the latter, thus making the results of the OLS regression a more conservative estimate of the standard errors, and also easier to comprehend and interpret. Therefore, in the Results section, we focus on the results of the OLS regression.
Results
Descriptive results (means, SD) of the criteria and predictors in the 2 school years are presented in Table 1 . The table shows that all the changes occurring between the 2000 and 2001 school years were in a positive direction, except for yearly working hours, meaning that teachers taught fewer hours on average in 2001. In addition, there was a slight decline in spells of absences. We also examined, for each school year, the mean values of spells of absences and days lost in absences for each of the positions considered. For each year considered, we found a substantial decline in the means of the two measures of absence behaviour as one move up the school hierarchy. However, our hypotheses were formulated in terms of the comparative effects of these positions on absence behaviour after controlling for a host of control variables, including objective workload measures, and therefore were tested by multiple regressions. There were highly significant differences in the average workload of rank-and-file teachers as compared with each of the supervisory positions.
2 For examples, in 2001, the mean work-week of rank-and-file teachers was 3.8 days as compared with 4.8 days for veteran homeroom teachers and coordinators, 4.9 days for vice principals and 5.1 days for principals. 3 Table 2 presents the correlations among the study variables. The correlations we obtained between spells and days lost in absences are similar to those reported in the Farrell and Stamm (1988) meta-analysis.
In order to predict absence spells and days lost in absences in 2001, a hierarchical regression was used. In the first step, we entered the level of the respective criteria in 2000. Consequently, all other predictors predict year-to-year change in absence spells or days lost in absences. Objective workload variables were entered in the second step. Demographic variables and other control variables were entered third, followed by the set of predictors representing the different supervisory positions and 2001 promotions to these positions. We report in Table 3 on the results of the last step of the hierarchical regressions.
The results presented in Table 3 show that all the independent variables included in the analysis predicted 51% and 21% of the variance in 2001 absence spells and days lost in absences, respectively. Thus, as expected from our Hypothesis 1, our predictors explain more than twice the amount of variance in spells of absences in comparison 
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with the time lost measure of absence behaviour, thus following the pattern found in past absenteeism research (cf. Steel, 2003) .
As expected on the basis of prior research, the strongest predictor of absence spells in 2001 was prior absence spells from the previous year (R 2 ¼ :47, or 92% of the explained variance). Analogously, the strongest predictor of days lost in absences during the year 2001 was the level of this criterion in the previous year, accounting for 17% of the variance (or 81% of the explained variance). Both findings support the notion that there is considerable stability and consistency in the absence behaviour of Israeli teachers. Since the two criteria were measured using different metric (number of absences as compared with days lost in absences), we did not conduct any test comparing their respective predictors. Viewing the results reported in Table 3 as a whole then -with two exceptions -the position-related variables predicted change in absence spells or in days lost in absences in the expected direction. Teachers who held supervisory positions in both years, or those who were promoted to such positions in 2001, scored lower on year-to-year changes in both of the criteria relative to rank-and-file teachers. The two exceptions -being promoted to the position of coordinator in 2001, and holding the position of a homeroom teacher in both years -did not significantly predict the change in number of spells from 2000 to 2001, again relative to rank-and-file teachers. Both exceptions involved quasi-supervisory positions. We next report on the testing of Hypotheses 2 to 4.
To test Hypothesis 2, we conducted six comparisons, each involving the significance of the difference between adjacent pairs of unstandardized regression coefficients. That is, for the two regressions predicting the 2001 values of absence spells and days lost in absences, respectively, we tested the significance of the difference between the unstandardized regression coefficients of both-years principals versus vice-principals, vice-principals versus coordinators and coordinators versus homeroom teachers. Recall that in all tests of significance, we used a Bonferroni-type adjustment of the alpha level relative to the total number of tests conducted for each of the two criteria, consistently setting the alpha level at .001. All six comparisons of the significance of the difference between adjacent pairs of unstandardized regression coefficients, conducted to test the Hypothesis 2, supported it.
2 For both absence spells and days lost in absences, the higher the level of the position held in both years, the more pronounced the decrease in absence behaviour relative to rand-and-file teachers. For these six comparisons, the lowest t value obtained was for the comparison between the effects on spells of absences of serving both years as a coordinator and as a homeroom teacher, tð9; 488; 20; 767Þ ¼ 25:8, p , .001. Therefore, our findings provide considerable support for Hypothesis 2.
To test Hypothesis 3, we conducted six analogous comparisons regarding the promotees.
2 Four out of the six supported the hypothesis, covering the comparisons between promotees to the position of principal relative to the position of vice-principal and between promotees to the vice-principal relative to the coordinator. The two comparisons that did not support Hypothesis 3 were those involving the prediction of either absence spells or days lost in absences by promotion to coordinator as compared with promotion to homeroom teacher; the differences between the pairs of regression coefficients in each of the two comparisons were significant but in the direction opposite to the one hypothesized, tð3; 856; 1; 737Þ ¼ 45:6 and 7.5, respectively, p , .001). The results indicate a general support for Hypothesis 3 with regard to those promoted to the three uppermost organizational layers. Again, the exceptions that did not support the hypothesis involved the quasi-supervisory positions.
Hypothesis 4 called for a comparison, for each of the supervisory positions considered, of the effects on absence behaviour of being promoted in 2001 relative to serving both years in the same position. The results provided considerable support for our hypothesis. Indeed, except for the position of coordinators for the spells of absences criterion, tð9; 488; 3; 856Þ ¼ 5:37, p , .01, all other five comparisons yielded significant differences in the expected direction; that is, newly promoted teachers significantly exceeded veterans in terms of the effects of each position on year-to-year changes in absence behaviours.
2 Therefore, we concluded that Hypothesis 4 was confirmed.
Among the control variables, the strongest predictors were weekly work-days, age and yearly work hours. As expected, the more hours teachers taught in 2001 relative to 2000, and the greater the number of weekly work-days in 2001 relative to 2000, the higher the number of their absence spells and days lost in absences in 2001. Metaanalytic studies generally found that that women tend to exhibit more work absences than men (for a recent summary, see Johns, 2003) . Observing the matrix of intercorrelations (Table 2) , two of the four correlations between gender and absence behaviour, describing the associations between gender and absence spells, were indeed supportive of this meta-analytic finding. However, after controlling for other sociodemographic factors, including age, education and seniority, Table 3 indicates that gender was not a significant predictor of absence behaviour. In our study, female teachers were younger and more educated, and controlling for these background characteristics reduced male-female differences to non-significant ones in the regression analysis.
We further cross-method validated the results obtained with OLS regression by running on the same data set, using the same order of forced entry of the same predictors, Poisson regression. We report on the resultant regression coefficients, with their respective standard errors in parenthesis, for the four school positions of principals, vice-principals, coordinators and homeroom teachers, respectively. For yearto-year change in spells of absences, these coefficients were 2 .91 * (.02), 2 .43 * (.02), 2 .03 * (.00), 2 .01 * (.00), and 2 1.17 * (.06), 2 .48 * (.03), 2 .01 (.01), 2 .05 * (.01), for the veterans and recently promoted position holders, respectively. For year-to-year change in duration of absences, these coefficients were 2 .90 * (.01), 2 .55 * (.01), 2 .07 * (.00), 2 .03 * (.00), and 2 1.10 * , 2 .57 * (.03), 2 .09 * (.01), 2 .08 * (.01), for veterans and recently promoted position holders, respectively. The regression coefficient of a Poisson regression could be interpreted as the change in the natural logarithm of the expected number of spells or number of absence days that result from a unit 2 1 increase in the predictor. The results of the Poisson regressions provided very strong support to those reported above, with only one insignificant coefficient (change in spells of absences for recently promoted coordinators). As explained in the previous section, we focus on the results of the OLS regressions since they provided more conservative estimates of the effects of school positions on absence behaviours.
Exploratory analyses
As noted above, absences due to certified sick absences and related excused and paid absences amounted to 91% of all absence spells and 89% of all work days lost in absences in each of the school years considered. Several researchers (Kohler & Mathieu, 1993; Martocchio & Harrison, 1993) have suggested that absenteeism may be a multidimensional phenomenon and that researchers should separate different types of absences in their analyses and then test the cross-type consistency of their findings. Following this reasoning, and for explorative purposes, we re-ran our regressions separately on the subsamples of excused (paid) and unexcused (unpaid) absences. For each criterion, we used the Chow test (Chow, 1960) to test the significance of the difference between the two vectors of regression coefficients, with each vector representing a subtype of absence behaviour. For both criteria, no significant difference between the two vectors of regression coefficients was found, 2 thus supporting our decision to use the pooled data in the regression analyses reported in Table 3 .
Discussion
The results of this study largely confirmed our expectation that relative to rank-and-file employees, the higher the supervisory position one is promoted to, the more pronounced the subsequent reduction in the number of absence spells and the number of days lost in absenteeism. In view of the conflicting findings in past research, these results will help students of absence behaviour understand the impact of promotions on absence behaviour. Based on our results, we suggest that future research on absence behaviour include in its design recent promotion into a supervisory position as potential explanatory variables. We obtained strong support for the expectation that the higher the supervisory position held, the lower the number of year-to-year changes in absence spells and the number of days lost in absenteeism, again relative to rank-and-file teachers. Our findings were obtained for managerial positions and, with some exceptions, also for quasi-supervisory positions that were examined in this study for the first time. We found strong support for our expectation that for each supervisory position considered, those promoted to it reduced their absenteeism in the first year on the new job significantly more than those who served both years in the same position.
What are some of the major strengths of our study? Our findings were obtained in a study of a large sample of teachers followed over a period of 2 school years, allowing us to assess year-to-year changes in absence behaviour. We combined between-and withinperson designs in examining the effects of supervisory positions and promotions to them, respectively, on absence behaviours (Johns, 2003) . The respondents were followed for a period of two years, and our criteria were defined as the change from Year 1 to Year 2 in each, thus implementing within-person analysis. We systematically compared the effects of supervisory level to rank-and-file teachers for both recent promotees to these supervisory positions and those serving both years in them, thus reflecting between-person design. Past empirical evidence indicates that absence behaviour is, to a considerable extent, determined by personality variables and illness proneness. We used the 2000 levels of the two criteria, spells of and days lost in absences, as a control variable, thus partially removing the influence of personality variables and illness proneness. The study was conducted on a centralized school system wherein norms of behaviour concerning teachers' absenteeism are uniformly applied across all schools in it. Comparable centralized school systems, wherein systemwide norms of behaviour that govern absenteeism are negotiated with strong teachers' unions, exist in many other countries. Therefore, we argue that the results of our study are not culture-bound and may apply to many other school systems.
Using prior absences as control variables, a procedure followed by other researchers (e.g. Breaugh, 1981) , may have suppressed the predictive power of stable job characteristics such as supervisory position held for more than two years (Becker, 2005) . School position added to the prediction of spells and days lost in absences even after we controlled for gender and age, both well-documented attendance barriers. Since seniority is a major determinant of salary differentials in the educational sector, controlling for it in our analyses in part removed the effects of salary levels on absence behaviour. Objective workload, represented by several indicators, was also controlled for. There are systematic differences among the four school positions included in the study on the control variables, for example, school principals and vice-principals tend to be older, more educated, have more seniority and larger workload relative to rank-and-file teachers. Consequently, controlling for the above demographic variables and work-related characteristics provided a conservative test of the hypothesized relationships between school positions, teachers' promotions to them, and teachers' absence behaviours.
Following Farrell and Stam's (1988) meta-analytic finding that occupational categories moderated the relationships among absence measures and their correlates, we consider the focus on the teaching profession as additional study strength. Past studies (e.g. Harrison & Martocchio, 1998; Nicholson & Johns, 1985) provide support to the argument that occupational groups develop distinctive norms and 'rules' about frequency and duration of absences, and in this research, these occupation-wide norms were controlled for. However, there is clearly a need to replicate the reported findings in other occupational domains since the hierarchical relations and promotion structure for teachers may differ from those of other occupations. An additional strength relates to our using two measures of absence behaviour, spells of absences and days lost in absences. Our findings support Breaugh's (1981) conclusion that these measures are not isomorphic and reflect different dimensions of the absenteeism phenomenon. Still, we were able to find support for our hypotheses across absence metrics, although as expected this support was more pronounced for spells than for the time lost results.
The exclusive reliance on archival records for the measurement of absenteeism and its antecedents constitutes a major limitation of this study. In absenteeism research, this is a common practice (Steel, 2003) . However, we were unable to locate any data concerning the reliability of the official records of absenteeism. In many work organizations, managerial responsibilities are also associated with increased autonomy and with an ability to use managerial prerogatives for short absences (Steers & Rhodes, 1984) . In the context of the current research, school principals are expected to report their absences following the same administrative regulations that pertain to rank-and-file teachers. However, a limitation of this study is that we do not know if, in practice, the absences of managers and rank-and-file employees are similarly recorded, even though we do know that teachers' absences were recorded by the schools' administrative personnel. Yet another caveat concerns the practice of promotions to a school's supervisory or quasi-supervisory positions. In the school system under consideration, these promotions are the discretion of the school's principal. It is therefore plausible that promotions reflect intra-school political processes rather than merit-based considerations. However, we regard the school-based promotion criteria as possibly associated with presenteeism as the promotees are likely to be more responsive to the expectations of their superiors, colleagues and the school organization relative to the rank-and-file teachers (cf. Dew, Keefe, & Small, 2005) .
The few exceptions to the general support that we have found for our hypotheses relate to the quasi-supervisory positions of coordinators and homeroom teachers. These school positions mainly involve pedagogical responsibilities. Coordinators are responsible for coordinating the teaching of a subject matter or a grade level, and homeroom teachers'responsibilities often include coordinating other teachers who teach in the class under consideration. We found that a promotion to a coordinator position was not associated with a decrease in absence behaviours relative to rank-and-file teachers. This could be explained by the possibility that this promotion is associated primarily with job enlargement; namely, fulfilling additional pedagogical responsibilities, rather than with job enrichment. The extent to which coordinators' and homeroom teachers' duties include managerial tasks may be a function of school-level characteristics such as size, level and average number of teachers per class. These school-level characteristics may act as moderators of the relationships among supervisory positions and teachers' absence behaviour, a possibility that could be investigated in future research.
Spells of absences are discrete events, affected by individual-level stimuli and organizational features (Johns, 1997) . It is possible that a third variable, such as homebased factors and school-based absence culture, may provide an alternative explanation of our findings. An alternative interpretation of our findings could be that teachers were initially promoted to supervisory positions because they exhibited above-average job involvement and commitment, attitudinal variables known to affect both promotions (Schwarzwald et al., 1992) and absence behaviour (Cohen, 2003) . However, those newly promoted to supervisory positions in the 2001 school year had probably already shown signs of these attitudinal precursors of the promotion in their 2000 school year absence spells. Thus, the longitudinal design of our study lends credence to our argument that the promotion affected absence behaviour rather than the reverse. In our study, we assessed the decrease in absence behaviour of those in and promoted to supervisory positions relative to the rank-and-file teachers. It follows that our results could also reflect an increase in the absence behaviours of teachers in each school who considered themselves as candidates for promotion but were passed over. Those nonpromoted teachers may have felt disadvantaged relative to those promoted in their school (cf. Schaubroeck & Lam, 2004) and may have restored their feelings of equity by upping their absence behaviours (cf. Schwarzwald et al., 1992) . Future research could examine whether the suggested complementary mechanism was at work, taking into consideration that Lam and Schaubroeck (2000) study failed to find any change in the absence behaviour of those passed over for promotion.
We would like to propose several promising avenues for future research. Recall that we found, in agreement with Hypothesis 4, that veterans in each supervisory position were more frequently absent and for longer duration relative to those newly appointed to it in 2001. As indicated in the Introduction, promotion may be associated with socialization-specific role stresses, such as the demands to establish bases of support with both superiors and subordinates (cf. Taormina, 1997) . Two meta-analytic studies that have explored the relationship between role stresses and absence behaviours (Farrell & Stamm, 1988; Jackson & Schuler, 1985) suggest that the accumulation of these socialization-specific role stresses could lead to an increase in absence behaviour. If so, what could be a possible mechanism that explains our findings? The mechanism at work may involve job satisfaction as a partial mediator of the linkages between stress and absence behaviour. As regards the promotees, it is possible that the direct effects of stress on absenteeism were partially mediated by elevated levels of job satisfaction that followed promotion to the new position (Hulin, 1991; Rhodes & Steers, 1990) . Metaanalytic studies provide support for the negative associations between work-related stress and job satisfaction (e.g. Jackson & Schuler, 1985) and between job satisfaction and absenteeism (e.g. Farrell & Stamm, 1988; Griffith, Hom, & Gaertner, 2000; Hackett & Guion, 1985) , with the latter negative relationship increasing with the proportion of women in the study samples (Hackett, 1990) . Kohler and Mathieu's (1993) study provides indirect support to the proposed mechanism in that they found that among 194 bus drivers, job dissatisfaction fully mediated the relation between stress and absenteeism. Also supportive of the proposed partial mediation effect is a recent study that investigated the role of promotion-related satisfaction in withdrawal behaviours (Hanisch, 2002) . Future research may examine the possibility that promotees' elevated levels of job satisfaction (cf. Kalleberg & Mastekaasa, 2001; Lam & Schaubroeck, 2000; McElroy, Morrow, & Mullen, 1996) reduced the possible negative effects of 'settling in' stresses on their absence behaviours.
The support obtained for our hypotheses that expected those high on the organizational hierarchy or just promoted would have lower absenteeism may now be used as a springboard for further exploration into the nature of the social-psychological mediating mechanism. A possibility (suggested to us by one of the reviewers) is that the absence-reducing effects of promotions progressively wears off over time, once the promotees establish a solid base of support, create credibility and master the information and know-how required in their new job. Yet another possibility is that job involvement and organizational commitment may represent potentially promising linkages among the variables investigated here. Recent research on organizational commitment (Cohen, 2003) indicates that the higher the job level, the higher the level of these two attitudinal variables. In a meta-analytic study (Farrell & Stamm, 1988) , job involvement and organizational commitment were found to be negatively associated with absence behaviour. It could be that different types of commitments may mediate the job level -absence behaviour associations, following a recent meta-analytic finding (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002) , which reveals that only affective commitment is negatively correlated with absence behaviour.
We did not follow intra-individual changes in absence behaviour subsequent to successive promotions. However, our finding -that the higher the supervisory position one is promoted to the more pronounced the effect of the promotion on one's absence behaviour -cast doubt on the thesis that people may respond more favourably to their first rather than subsequent promotions (Lam & Schaubroeck, 2000) . Future research could examine the separate effects of multiple promotions, considering also their spacing within an individual's work career.
What are the direct implications of our findings for the formulation of absence control policies in the education sector? The amount of explained variance due to job level and promotions may appear to be small, but it does have substantial practical meaning. Total cost savings from reduced absenteeism due to promotions include reduced costs of substitute teachers, a decrease in students' absence behaviour, reduced administrative costs of handling absences and increased ability of school management to cater to its strategic goals rather than to time-consuming daily handling of teachers' absences. The most obvious implication is that designing and developing mechanisms that increase opportunities for supervisory positions, such as job rotation and autonomous work groups that distribute supervisory responsibilities among members of the group, could have the potential for reducing absence behaviour. Supporting this implication is our finding that teachers who were promoted to homeroom teachers positions in year 2001 scored lower on year-to-year changes in absence spells and days lost in absences relative to rank-and-file teachers. As a counter-argument, planned changes such as a job rotation programme are often associated with additional costs, such as selection and training costs. However, in their study of absence behaviour among scientists and engineers, Rentsch and Steel (1998) provided evidence that even small percentages of explained variance of absenteeism could be very meaningful from a utility-analysis standpoint and may account for sizable organizational costs.
